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ABSTRACT . -
A career development content model fcr orgamnizing,

'developing, and implementing future career guidance frograms is

presented in this information analysis paper intended for guidance
counselors and directors, program planners, and vocational educators.
The model addresses such issues as self, economic, sccietal, leisure
and avocational, and attitude and value understandings necessary for
life-role decisionmaking which results in life-role .planning,
securing, and .maintenance over the life span. Critical features of
planning necessary to assure that local career gquidance grcgrams are
in fact des®gned, developed, tested, ard delivered to meet specific
career developmént needs of the people they are to serve are
discussed in the area of each process step including the following:
planning (initial planning, local data-based planning, planning for
local career guidance and counseling, *activity tryout and
implementation test), career development, needs assessment ,
(individual and group), resources for guidance, goals and otjectives,
‘new career guidance practices (home-centered guidance, sukject and
nonsubject-matter-based guidance and ccunseling, and community .
centered guldance), placement (labor e€xchange mcdels, cllent-centered
models, client-advocate models), follcs-through, evaluaticn,
connunlty relations and involvement, staff development, and attitudes
toward quidance. A summary of recommendations fcr career guldance
program, future change, and brief projecticns ce councelor role in
the near future are 1nc1uded. (TA)
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» The Educational Resources Infgrmation Center on Career Education
(ERIC/CE) ‘is one of sixteen cledringhouses in a.nationwide infor-
mation system that id funded by the National Institute of Educa-
tion. The scope of work for ERIC/CE includes the fields of adult-
continuing, career, and vocational-technical education. Oné of
the functions of the Clearinghouse is to interpret, the literature
that is related to each of these fields. This paper on pro§Fams
of career guidance, counseling and placement should be of particu- -
lar interest to counselors, teachers, and counselor educators. °
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The profe551on is 1ndebted to Harry Drier, The Center for Voca~ N
tional Education, The Ohio State University, for his scholarshlp ‘\
in the preparation of this paper. Recognltlep is. also due .Betty ‘
Newlon, University of Arizona and members of the Policy-and Plan- o
ning Committee; Guidance Division, American Vocational Association
for their critical review of the manuscript pripor to its final re-
vision.and publication. Matla _Petersoh, Career Educaticn Specaallst
at the ERIC Clearinghouse on Career Educatlon, supervised the«publi-
cation's development. Madelon Plaisted and Jo-Ann Cherry cogrdl—
nated the production of the paper for publicatlon
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ABSTRACT o

¢ R
A career development content.model for organizing, developing, and
implementing future career guidance programs is presented in this
information an§1ysis paper intended for guidance counselors and
directors, program planmers, and vocational educators. The model
addresses such issues as self, econemic, sogfetal, leisure and
avocational, and: attitude and value undersgandings necessary for
life-role décisionmakiné which results in Tife-role planning, secu-
ring, and maintenance over the life 'span. Critical features of
planhing necessary to assure that local career guidance programs
‘are in fact designed, developed, tested, and delivered to meet
sgecific career development needs of the people they are to serve
are discussed in the area of each process step including the fol-
lowing: Planning (initial planning, local data-based planning,
planning“for local career guidance and counseling actiwit Jryout
and implementation test), career development, needs asseSsment
(individual and group), resources for guidance, goals and objec-
tives, new ¢areer guidance practices (home-centered guidance, sub-
ject and nonsubject-matter-based guidance and counseling, and com-.’
munity centered guidance), placement .(labor exchange models,
client-centered models, client-advocate modets), follow-through,
evaluation, community relations and involvement, staff development,
and attitudes towafi:guidance. A summary of recommendations for
career guidance proggam, future change and brief projections on
_ counselor rple in the near future are included. (TA)
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CbNSTRUCT FOR THE FUTURE

- . Ey
- \

' Career-focused- guidance in the future is é)major force in educa-
tional change. It has the potential of adding relevancy, human-
ness, equality, and unity to our_educational system. Acceptance
of this basic concept leads to the recognition that career matu-
rity, . d6r sufficient development, and coping and adjustment be-
havior can be expected only when systematic attention has been
given to these concerns. . ~ -

Fostering appropriate career development becomes as importanf as
fostering development in the basic skills, in social behavior, or
.in mental age. ‘Bowlsbey (1975) suggests that if we believe - .
citizens of our nation should learn to adequately cope with career
"~ "development tasks for,-the personal growth and ‘satisfaction of the
individual, we will as a nation have to give systematic treatment
and attention to the develophent of these planning and cbping
skills. She further suggests that a_comprehensive program of
career guidance should have at least the following componegii”

The development and.cLgxiﬁ$eation“6f“?§§if§?ic self-concept,

including ﬁp;emc&ﬁ§?wéompetencies, needs, and values. -
g U .

Broad and systematic exploration of oécupations, including

provision of accurate,'fecent, and meaningful information

.. about occupations. < -
\s

The \biatlonsh1p of self-information to occupational 1nfor-
mation in meanimgful ways.

The deliberatq ﬁeaching‘of dectsion-making skills.

Systematic opportunities for the individudl to test tentative
. occupgtional choices in low-risk ways. . - j
e : : P e .
Assistdnce with the implementation of specific educational

and vocational plans, that is, placement, finding of train-
ing programs, financial assistance, college selection, " and

so forth.

The Center for, VocationalsEducation, 1976, expands on the descrip-
tion of systemat1c guidance by presenting a two-dimensional’ cyclic
model for guidance programmlng C .




Problem-Nedd-Resour®® Identification

'Gu1dance planning, shopt-and lbng range

Assessment . .

(Career  dévelopment group _ . . T
Individual--interest, achievement, aptitude, attitude
Career development-—group and- individual .

g%ehgvioral objective group and individuAtl ’

‘Career guidance methodidentification -

Career guidance resoyrce identification
*Staff competency meeds e
Community attltude identification and communlcatlon

— ——

»

Problem Resolutlon

.

Community rela;i;gs(ahd involvement
Caunseling--indi¥idual and-group
Guidance--individual and groups
Home based

Classroom-based

NonsubJect matter based

Community based

Placement

Evaluation

.

.

Guidance and counseling, viewed by the American Veedtional Associa-
*tion as an integral component.of a school's curriculuym, must re-
late toMthe many settings and circumstances 'in which individuals
find themselves (home, school, job, commuglty, church) as well as’.
to roles they play (student, leader, civic member, consumer Bo-
ducer) which are influenced by life events (marriage, job coping,
social and personal adjustments, m111tary, and rellglous expera-
ences). >

[y
v

LA ’ .

career paraflels that of\Super, 1971, who pres ts an-encompassing

" The Américan VocationakAssociation's position om the meaning of
framework as follows: .-~ eg\

°

Career is meant to includefa’ sequence.of positions
occupied by a person as they progress.through life.
Occupying a positiofi invoIves.meeting the role expec-
tations that are associated in the mind of the occu-
pant and in the minds of those whom they. encounter;
with that position. The major position occupied by
adolescents, and adults are those of famlly.member,
Student, and worker (p. "15).
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Gysbers‘et al., 1973, further states that when human gzyzlbpment

guidance programming is viewed from a life career evelopment

perspective, whe following considerations should be recognized:

- =
.

W

.
N

The term life career~@gvelopment is not.a label for an educa-
tional program but describes the total growth and develop-

ment process of all individyfals.
o

People have careers, emplovers have occtipations.

The life career development?&nmmptidoes not describe a
51ngle aspect of one's human growth and development. It
focuSes on different kinds of development--phy51ca1, emo-
tional, and intellectual, as well as integrating these de-
velopmental'stages in a’meaningful way.

The life’ career development concept is not restricted to some
people. All people have a career~—the1r ‘life is the1r career,

This has provided a glimpse of what may be the begiﬁh{ng of a new
« future for guidance and counseling.”’ This new legislation along
with others, for example, NDEA 1975--Title III (30 million dolldr
, Women's Educational Equity Act3 The National Institute of Educa-
tion, Community Educatian Training Act, will allow many of us to

.. ~ ~
. . "

bring the future closer to reality. ¥ , .o
NG . . -

CAREER, GUIDANCE AND COUNSELING PROGRAM FOR THE FUTURE

- ~

4 N

. - B :
Once the broad life-role career development conceptualization and=

the
are

necessary legislative, administrative, and financial Jresources
provided, a future picture of programmatlc gu1dance and coun-.
\\ " seling can be drawn. This section presents one view of, what a* «

future picture mlght render for our nation's youth and adults

v

To-organize this’ very encompa551né\\}cture,,1 will take on “the
.+ issues from a seven-point perspective as is shown in Figure 1.

’

4 - 1

\

*

CAREER DEVELOPP NT CONTENT MODEL '

A-conceptual career development content model for organizing, de—
veloping, and implementing future’ career guidance programs®
. (Figure 2) should address sucH issués ds self, economic, societal;

A

leisure and avocational, and attitude and value understandings

\

En

'
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Figure, 1. Models-Career Guidance Counseling, Placement, Fo]]ow Up

o ' and Follow- through (Process and“Content) - :
. . . VA ) .
o - ' ‘ N ' . A - ~ :
: necessary fj; life-role decision making which fesults'in life-role

- planning. securing, and maintenance over the life span. TFigure
2 also,shows how these domains .of learning can be classified into
stages of acquisjtion and utiMzation at early'and late“bhlldhood
early and late adolescence, and adu1thood .The following are
some critical competenC1es that need to be considered for qach do-

. * main. ' ' s .
) C " . - CAREER GUIDANCE PROGRAM
ST . - CONTENT MODEL

Work Word
Undentsndny -
< v£’ N
1)

SELF

; . (' UNOER:
. " suNomG

.

)
D
N . “’o‘, “ Imomt"ot

Caroer TN lo(dny of experences accumulsted at my po--l n time while pl.ymg any combinstion of hife roles for any indvidual
(work lenure famnly H and .

t 4
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Self-Understanding--The individual will vecggnjge

lThe relationship of.individual characteristiqs'to career options.
. . L]
<4 )
“The 1nterre1at10nsh1p of various Jlfe Toles and the 1nteract1ve
.effects of these roles. - .

. e L

*The effect of env1ronmenta1 factors on selffunderstandlng

°

*°The effect of personal values on self- understandlng

WOr1d-of—Nork Understanding--The individual wi]]

»
\
4

'°Understand the variety, complex1t and ajailability of occu-
pat10na1 opportunltles in the xvo&of work, : - . ’
°Understand that the occupational structure relates to the goafs,

' needs, and functions 6f society. ) ¢

-Understand thee relatlonshlp.between various manlpulatlﬁg agenc1es
.+(reghlator, lobbying, aavbeacy) on the world of work.
‘*Gain an apprec1at10% of the operation of the law of supply and
demand 1n>the labor. market - oL , %
« Pw {0
Econom1c Understand1ng-~The individual will
: K . M { ’ " A
°Understand the relatlonshlp between personal economics’, life- style
"and occupatlonal roles. oo »
' o ,
"°Understand how. wealth is accumulated through saving$ and,ihvest-
mepts and how it may influence one's career and life-style: .

[}

a B .

' g . ‘ PN g
sUnderstand the relatianship of one's present and ant1c1pated occu-
pational status to~economic trends found in the community, state, -
and nation. ] ¢ . - O
Leisure.and Avocationa]--The individual will

i L N
*Be able to determlne the relatlonshlp of occupatlonal roles to
leisure time pursuits. = - . -

. .
- g ‘

N

&

*Be able. to determine the perso 11 and soglal needs that can be

met through lelsure and avocatignal act1v1t1es
“a [} v - .

. o
. *Be able to recognlze the re}atlonshlp between phy51ea1 and etho-
t10na1 health and approprxapéxfelsure and avocagional act1v1t1es




o

2

*‘Be able to determine how to plan, prepare for, and utilize “eppor-
tunities for leisure and avocational activities.

*‘Be able’ to realize that involvement in various leisure and avoca-
tional activities could determine the patterns of frlendshlp,
associates, and styles in the communlty

°

Attitudeé and Va]ues-ﬂfhe individua] will

*Recognize 1nd1v1dua1 d1fferences and become tolerant: in inter-
personal relationships.

I

‘Recognize that one's attitudes and values affect selecting and
prioritizing career goals.

*Recognize that societal attitudes—and values affect the indiviz?
dual's selecting and prioritizing career goals.
. . . N

Decision Making--The individual will .
, N
*Develop planning and process skills required to identify the ob-
~<4estives of a task, specify the_resources required, outline the
steps necessary to complete the task, perform the actual opera-
tions, and evaluate final results :
1

*Understand the role of self understandlng and personal goals in
.decision making.

4%k .

~

»

'Understand the contfﬁbutiqn qf\gfﬁers to the decision making pro-

cess.

- . q‘\
*‘Be able to apply inductive and’ deductlve processes in deC151on

~ making,

4

Recognize that responsible decision making includes altegphativé
jidentification, alternative selection, 1mnlementat10n, and eval- -
uation.: !

o

Career Life:Ro1e P]anninq--The indivi&ha1 will

LI
> —

" *Recognize that varjous pathways are available to the achieving-of

career- 11fe godls. T

- g

@

.
*Recognize that career planhing is a continuous process reflecting
the -continuum of learning and changing environmental factors.

.

. . .,
~ . < s

L $
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'Recognizﬁ that career opportunities are related to activities per-

formed:1i educational, avocational,-and social roles.

*Be able to explore and examine cazeer optlons which relate personal

characteristics and goals to placement opportunities. - :
. 1 -

*Be able to describe a~sequent1a1 proébgs for accompllshlng career

goals. N

~

. *Be able to describe the personal traits and prerequisite quali-

fications associated with entry to various placement options.

v
-

‘Recognize the relationship of personality tra1ts of a variety
of employer and employee relatlonshlps ‘

'Recoénize that career plans reflect one's perceived ability to
obtain’desired life-role placement- opportunities.

Career L%fe-Ro]e Securing_and Maintaining--The individual will

*Develop the behavioral competencies necessary for maintaining or
advancing one's status in-various career pathways.

‘Recognize that involvement in various career roles affects |

-, friendships, associates, and life-style patterns and vice versa.

.

. » ¢
‘Demonstrate personal credentials through application forms,

letters of inquiry, resumes, interview skills, performance and
proficiericy demonstrations, and So _forth.

*Describe caommunity resourqes that assist with or prov1de career
_placement opportun1t1es Co- . .

. 2 .
*Locate informational materials whlch descr1be placement oppor-
tunities. : .

*Develop an understandimg of the competencies required, materials
used, and processes associated with various careef activitjies.
'Develop understanding of the fundame%tal types of 1nterpersona1
relationships generated as a résult of the interaction of various
occupational life roles and,galn competence in coping and -adjus-

-, ting to their settings and situation.

-~
S,

4

'Devedog'the required skills appropriate for entry 1nto various /.-
employment” and/or educational opportun1t1es.

- .
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*Develop the educational and occupational competency regarded as :
basic apd 1mportant to advanc1ng to the next stage of prepara-

tion. for entry into or progre551on within the occupational area

of 1nterest

!

. CAREER. GUIDANCE PROGRAM PROCESS MODEL
. ~

.
a %
!

. * The future holds promise for more incregs§d'3ystematic‘and develop~-
mental plapning than ever before, Figure 3 represents the crizical
features of planning. that will be necessary to assure that local
career guidance programs are -in *fact designed. developed. tested.
and delivered to meet specific career development needs. of the
people they are to serve.

-~ e ‘ . ¢

, CAREER GUIDANCE PROGRAM T
: ~ '  PROCESS MODEL :

mssn cummcs
. } PROCRAM >~

. \\\\\\ ‘
K - ' -\-/ -
{3 Program Process Functions =
£ Proggam Development Function ~ * ’ .
¢ X Program Esunflﬂ Support Functions . .
H . . . . N M \ .
. Figure 3. T
. i . o
%
+ -« As graphically displayed in fhls process model, career guidance and a2
counseling programs must be both systematic and developmental at -
’ “all levels. This next section of the paper takes each process = .
¥ step and suggests aspects necessary for full implementation. v
g ' Ve . :
k4 .
By . . ‘" . ‘ )
. X _ , .
< « 715 ‘
O ¢ ’ - N M .
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PLANNING )

-
\

Planning needs to focus on.at least three. levels, that 1is,,
initial, (2) local data-based, and (3) planning for compreh

-

ive

5

1mp1ementat10n’and evaldation.

suggested criteria follow.

Level 1--Initial Plénning

- A description of each level and

~
s

It 1s suggested that the f1rst step

-~

. to-any charige in a gd&dance program is deciding where the program
- is curreﬂtly, where it' needs ‘to move, and how.

—— - .

PR,

’Identlfy local support for guidance.

*Analyze current data on career develophent needs.

*Select and organize personnel for planning fqutlon )
*Plan and implement initial progzam or1entat10n meetings and
act1v1t1es

*Determine’ local resources avallable for use.

P . *Develop plans to examine current career guidance act1v1t1es

“Develop plans for local needs assessmept.

*‘Determine low priority goals and beha Loral obJectlves will be
established and approved .
Level 2--Local Data-Based Planqing? This planning is necessary.
after guidance leaders have determined student needs and resources
available and have set tentative’futufe goals and objectives.
‘Determine what present gU1dance and :counseling actlvitles need

to be dropped, continued, or expanded. ‘

‘Determine what new guidance and counseling activities need to be
developed and tested. \
‘Determine who will be involved in gu1dance programs or material
development and delivery.

‘Determine what kinds of inservice traxnlng and staff orientation
are necessary. ) .

- *Determine extent to which students and community need to be

oriented to {uture "plans and expectations:
Determine approaches to both process and student evaluatlon

Level 3--Planning for Local Career Guidance and Counseling Activity
Tryout and Implementation Test: As guidance leaders modify ‘their
present career guidance programs, care meeds to be exercised that
new materials and techniques are freely developed and are appro-
priate to meety current student ne€ds. After tryouts are attempted
and revisions made, care’ needs, to be app11ed to #otal school or
district use.
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i *‘Determine act1v1ty tryowt néeds and-what students w111 be in-
vdlved: e . <A
*Determine ‘test criteria. §

o ‘Determine how guidance program revision will occur. ‘
; ‘Determine’ who will lead test and what resources w11£§5e<needed.

‘Determine communication and inservice needs.. - . ..
» Determine cost and timing of tryout and 1mp1emeﬁtat10n
* *Finalize on evaluation criteria and plans. jﬁﬁ§
" .
° h‘ rg(“;-’ ‘ !
o v . b 4 "'l- s .
CAREER DE\(ELOPMENT NEEDS ASSESSMENT P ;
. 2 :
. y Career guldance and counseling programs of thé future willSHave to
B ‘ be based on the assessed student needs. "In this regard, guidance -

leaders need to reconceptualize the types of local assessments’,
necessary and useful. ,One must review the current goals of gui-
- dance and determine what assessment tools and techniques are
o appropriate for local measurement. In the examination of agsess-
ment activities currently being used, counselors need to assess’
the capabilities of (1) %ndividual assessments and" (2) group
assessments.

- ‘. )
INDIVIDUAL ASSESSMENT . /

Counseling and guidance in the 1980s must devete tloser attention
to the 1nd1v1dualgneeds of students. The inventory of individual

v needs and desires is an intimate and personal affair as is the
counseling for such needs. - ,

LY

While in many cases students may hgze similar patterns of develop-
ment or may be facing similar concerns, the Tole of the counselor
v . is to help the individual analyze and cope with his or her unique
world. Such help requires that the counselor brlngﬂpartlcularlzed
_ knowledge to the .situation and be prepared to interpret-it. This
! counselor must also be able to answer 'questions students might
pose or to raise questions about subjects the student has not con- .
sidered. This kind of work must occur face-to-face, one- -to-one.
e 27

The counselor needs to turn ‘to many sourtes,tprocedures, and tech-
niques to help the student answer questions, acquire the, sk111§
. for better self-understanding, cope with the world, and be a better

decision maker. The uniqueness of the individual and the indivi-
dual's situation precludes. the standardized application of any.
methods. It is not possible, given ‘the current state of knowledge
on human behav1or, to determine before conferring with a Student -

: what information is needed to help him or her. The counselor will

.
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usually find that he or she and the counselee'moEt jointly embark

' on a complex and time-consuming quest over a considerable per1od of

time.
I‘ g .
- The following is a general guide for what information needs to. be
~ collected:
‘1. A clear conception-of thee particular concern of the counselee.
2. A developmental picture of the person (historical). )
3. A composite of ‘his or her social and cultural background., -

3

. ~>\\\\. Individual assessment for career counseling planning is very limited
N 2

-3

at; present, If the function of career guidance is to promote the
career development o} each student, we have to know .not only the
specifics of what we are trying to promotg and what activities will
promote these specifics, but we have to know each student well.
_Consequently, relying on-interest inventories and aptitude tests
cannot fflce .. ,
-, \

Assisting students in $e1f- understandlng by standardized procedures
or by procedures that require the intermediation of a counselor
does not pTQV1de students with the self- understandlng capability re-
quired~to prépare them for life-role cHanges. Procedures must be '

« o found which will develop this cépablnty in students (Hartz, 1976).
In the future, counselors will heed new procedures and resources

. to gather, record, and @Mterpretmnecessary student data. Accor-

dingly, comprehensive criterda need to be develgped to assure that
valid data are -obtained and properly used:

-
T

GROU ASSESSMENT ¥,

= v
o
S

To maintgin or improve local gu1danceﬁbr0grams, gu1dance personnel
should focus their planning and practice on a well-thought-out
P

cateer' development model (Figwre 2). Once a model is accepted, a
guidance program needs to focus on two basic principles: (1) pro-,
blem identificatdion.and (2) problem resolytion. Accordinglyy be=
fﬁre problems ‘or needs can be“rationakly resolved, they must be

ent1f1eq‘and defined. In this context, a model based career de-
velopment needs assessment approach to program plannlng is neces-
sary, for the future.whether it be formal or informal, large or :
small scals. \ . :

, . . H
-

Therprocess of needs assegsment includes at least four basic steps:
)] determ1ne desired student status, (2) measure "actual status,
(3)_ d1scover dlscrepanc1es and (4) establish priority goals and
obJectlves . . o

[

G
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Because group assessments of this type are difficult and time con-
suming, new procedures need to be examined. A team effort, utili-
zing faculty, staff, students, and numerous community members,

holds great promise.

The people in positions of power and influence--such as administra-
tors, teacher leaders and leaders of parent, business, and .community
groups--should be represented in a needs study. Without knowledge—
able support from the power structure of the school and community,
little permanent program development is likely"

Starting w1th people who appear interested 1s popular in a time of
shared 'décision making, and it can.also generate enthusiasm and
commitment from others.” A needs study must involve .a Cross- -section
of the school and community and pot just the' most vocal or powerful
clements. A comprchensive carcer guidance program should not be

a "counsclors' program'" or a 'teachers' program' or a 'business
program,' but a total school/community program. N

The following should be considered in any needs study with possible
additions or mddifications based on localifonditions:‘-
‘Policy-makers in schogl administration h
*Parents

*Students

‘Graduates

*School Leavers

‘Employers

*‘Teachers ‘

'Other community members (volunteer and service agenc1es)

How will guidance leaders utilize a broad base of eommunify and
school personnel in assessing student needs? People from the eight
populations mentioned can help in numerous ways with all four steps .
of a need§ assessment. /

'

-

Determine desired status. The 1nd1v1duay 1nformat12; gatherlng
method could use interviews and % uestionnaires. to get responses
from population representatives gt each stage in thge needs
study. The“”k force method us% meetings to ‘get/responsee‘

questiognairesror interviews witht larger samples-of people.
Both approaches may also use facelto-face meetlngg . \

RIS

from pogylatlon representatives. ! Both methods may/include \ ’
-

5

Asking selected persons to periodically react to career gui-|
dance goals and, to rank order needs can be done eﬁclusively
with individual c0ntacts, through commltt%e meetIngs» or in "’

£ . B, .
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. how the school goes about preparing rationales for gu1dance and

-~

*—nal

Y.

some ¢ombination of the two. In both instances, it may be de-
Sirahle to further sample the different populations for 5pec1f1c
" a information critical for program planning. ©
N 4 ¢
Emphasizing group meetings\with a task force representing the
. eight involved populatioﬁs)can stimulate creative brainstorming
* and increase individual commitment to the career gua?ance pro-
gram.

2. Measure actual current needs. Once assessment instruments,;have
been tested and procedures for administration, data collection,
tdbulation, and interpretation decided on, administration could
be fairly easy. Conducting the assessments in tRe regular

. classroom setting is ideal. With-good orientation and training,
teachers could conduct the administration. Students could per-
form scorlng and tabulation activities as part of a math or
social studies class. Besides performing computational skills,

' student learn about surveying, and gain a new understanding ‘of

curriculum change ‘ ; -

3. Discover discrepancies.  Againy it could be efficient and wise
to have some or all eight populations listed earlier to assist
in determining the differences batween the school's deSired
career development state for .students and the areas of con ern.
The needs identified need to be tranglated into student 1 arn=\
ing statements or goaly and wha cauld better participate/in

- this than. the students’ themselves, \Qlong\w1th their parents and

. future employers? \ .

{
!

\ N ;

4. Establishing priority goals and objecg\qis. ‘Rather than an
individual or a small group determining ‘the future priority a
goals for the guidance program, it should be a team affair.:
Broad-based participation in thys type of nqed translation and
decision making will result in greater staff, student, and
community involveqent and support for guidance. -

RESOURCES FOR GUIDANCE 5N ' | SN

\ . N
: "\

.. While commercial publishing firms, state partments of education,
and other’ agenciés ‘have plraced -on- the-market.a:flood.of .guidance...
materials, the'greatest amount of quality/resources for guidance
have nmot been tapped. I feel that if guidance leaders were to
identify and extensively use the (1) material, (2) human, (3)

".facilitative, and (4) organizationalvresouchs in their area, laftle'

A3
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,‘“7“¢he information.collected could be r

After determining approx1mate1y the kinds of resaurces that m1ght

be useful for ‘guidance, 4the next step is determining their sdurces.
Counselors, teachers, yadministrators, students, librarfians, the
secretary, and such groups as parent support groups a d school clubs
“can be of great assistance. By using local resources as the base
for development, future guidance programs can become

Parent support group suggested resource 1eadersh1p functions are:

1. Determine the location and resoyrce catpgories to\address.

2. Determine community groups -that jcould be-involved in the
identification of resources.

3. Determine procedures on how tofobtain resource information.

4. Determine how to record information for.- staff and student use.

-

.8 ‘ i 4
: 4 ~
EXAMPLE: PRQCEDURE FOR THE FUTURE ' ¥
A simple,, time-saving method for the parent support group to collect&%
this information could include the following procedured® L,
1- A member of the guidance team should prowide an overtiew of
gdreer gpldance program and resource assessment so the part1c1-
pants will better understand the purpose of their task. Also,
during thlS overview, participants Should become sensitive to
the fact ‘that they are searching:for sources to. provide material,
human, facilltatlve, and organizational resources. Have the
parent support group, with the resource assessment leader and
‘possible bers of the guidance team hold a "bralnstonm(ng"
. sessj to generate a Gommunity Soflirce Id&ntlflcatlon List.
_During the brainstormin®h session, the ¥roup will complete as
“much.of the form)a‘ts possible. '

-

. -

After the Community Source Identification List has been com-

- pleted, the resourte assessment Jeader should identify potential
resources with incomplete data and divide those incomplete
sources among group members to complete the information-requested..

- ¢ At this time, they should be reminded that if they come, aeross
add&tlonal sources mot mentioned in t e.brainstorming, they also,
should be 1dent1f1ed N 7 .

~ ' o
3. The'resource assessment leader and tge group will identify ‘how -
turned’ to-the leader.

#f the interest of the parent support group is strong enough it
[ould continue involvement in the resourc% assessment‘grocess

4
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assisting vith contacting the sources anu collecting data on the
resources 1dent1fed,(Gree1, 1J76§ 4 & .
e . -
» . While the major fotug should be’ on local and area resources, gui-

dance’ leaders also must ‘becometbetter informed regarding state
and national resources and assistante avall ble. Possible" sources
- could include such state agencies as thqﬁdepartments of education;
. / "the state board of education; ,the state boar® of regentssfor edu-
~ cation; the state-board of vocational®rehabilitation; the state
, libraryyboard; the different branches of state government such as the
legisldtive, executive’, and the judicial; state historical 'societies;
and other schools both public ang private within the state. There
are various ways of 1dent1fy1né and contacting -these sources,, but we
suggest such tools as the- state educational direttory, state tele-
phone operator, directory assistance, state legislator, city
directories., and local ‘members of state associations. This source
N . identification can be' done by students or by members of a parent
support group. £ ) K

) - v

. o
- . CAREER GUIDANCE PROGRAM GOALS AND.GBJECTIVES . \

.3 - Y

¢ . Career guidance program gdélf need 8o b& defined as’priorjties-that
reflect\the educational outcomes toward which the -total career gui-
‘!%' dance will be directed for a prescribed period of time! Gdals will
- serve to answer the following question concerning program develop-
ment, ''What can reasonably be expectedlas a result of the program?"
All futOre career development or career guidance goal statements
define the knowledge, skills, and attitudeS students ‘acquire from
, career guldance activities. The established set of career guidance
’ program»goals should identify most of -thg .important careér develop-
) ment skills, knowledge, and utaltudes dents should have to plan

satisfying 11fe roles. : PR I ~

////ehav1oral objectives bring weaning “gnd measurement to the guidance
program's developmental goals by deflnlng sequentigl development
retationships in terms of behavior that can be described from ob-
servation, obJectlve measurement, and self reports. Jacobson and
Mitchell (1975) provide future direction by demonstrat}ng the im-

portance of this p01nt with a maZ::ﬁfi;an.for career guidance and

..

)/counsel1ng for the Grossmont Union,Migh School District, based on
student afd program goa F subgoals, d behavioral objectives.
"The master plan approach® provides a possibile model for all of us 1n
guldance who dare looklng for change. .

K PP S X -
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" The National Assessment for Eg/;ational Prggress (1971) summarizes

the need for locally. based career development objectives. 1t sug

gests that local guidance planners confer at length with teachers,
—adm;nlstrators{ and interested laymen to gain advice on the focus - .

of their school's guidance program. By participating in the develop—

ment and review of program objectives, they will ga1n awareness

of the importance of guidance to youth and adults in the1r commun;ty

» > v

PROMISIN'G NEW CAREER GUIDANCE PRACTICES

a

. . ol .

As we look to -the future, the most exc1t1ng new dimension of guidance
* delivery is those techniques that bring together -the.settings and
resources of the ‘school, home, and community. Further, tbrough
systematic planging for their use, career guidance programs will
be increased and enrichled to better meet the unique needs of stu-.

dents in any educationall-setting.

«

As stated earlier, newgémphasis on guidance activities must be found
- outside the guidance offi®e or department. ,Jhis is not to say that
¢ounselor-centered gu1dance activities are not vital, appropriate,
or effective. It does suggest that other dimensions of the school's
currlculum must be used with the supportive home and communltx
center -opportunities. The following is a description of' the® po-
tential of home-centered, subject-matter-centered, nonsubject-,
—___matter- centered and community-centered guidance as the fogus of
the future. -

. A -~
HOME-CENTERED GUIDANCE '
~
There are many ways for*parents to be involved 1n various aspects
of their child's career developmen} .For example, family members
can proylde cultural, recreational, and work opportunities for- -~
Ty children. Parents can facilitate meeting their children's needs
by maintaining open communlcatlon with the school. They can 1in- /
volve their’children’in family decision making. T can provide
information about and exposure to occupational or role alternatives
in which their children €xpress an interest. Parents can prov1de
opportunitfes for their children to accept respon51b111t1es in.
the home and community. .
The school can be instrumental in developing pareﬁt awareness of
the many ways in which career development can be facilitated.
Books, dicu$sion groups, counseling groups; and classes aimed ‘at
teaching specific skills can be used by the school as ways to .
reach parents. . _The role of the scMool’in home-centered guidance
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. is to spark the interest for home-centered guidanee practices.
. After the initial generation of ideas and suggestions, the school’
. - assumes a secondary role in home-centered guidance. Activities in-
#/~e%f . volving the family could include travel, family problem-solving o
. . Ssitdations, television related.dlscu551ons, parent training activi-
/7 ties, parent/student issue-centered dlscu551on groups; parents as
‘counselor activities, and so forth. , >

- . -

SUBJECT-MATTER-BASED GUIDANCE. o
_ P ' . .
This fpfdre focus oneguidance in the classroom demonstrates the"
‘positioén that career .guidance must permeate the entire curriculum
. to be realistic, practical, and achievable. Furthermore, for most
ﬁ’ of the carger development needs of students, the classroom and its
[ / subject-matter content are, in fact, the most appropriate means of
’ delivering guidance experiences. . -
. Pl , -
o, The plarined integration of infusion of career development goals to
% locally determined student career-development needs info current -
subjéc;-matter goals ‘and content should enable students to: )

°Find new 1nterests,'challenges, and purpose in the varlous subJects
in which they are enrolled.

5'Demonstrate more classroom participation and subject matter re-
tentlon

« *

| "*See the meed to increase the number of basic skill coursés.

5

.

Furthermore, through blending in subject-matter application activi-

’ % ties related to actual community-related settings, educators will

- “demonstrate more directly their concerns ﬁéﬁupreparlng tudents for )
effective part1c1pat10n in various community roles.

kY

- In approachlng the task of Jmplementlng career guidance in the class- .
room, the following key steps and concerns should be considered:
-, T ’ J o ,

& 1. Faculty should be invited“o participate. Voluntary rather than
mandatory participation is the key word in pilot attempts in
any local school. Guiddnce leaders-need to recogniZe that the
most effective.volunteers are school staff members willing to.®
atcept the risks ‘of innovadion and the extra work involved in
relating classroom activities to occupations and other varied
/ life-role experignces. .- - .. '
2. Faculty need to have background information on the school's

career guidance goals, plans, and existing activities as well

as the resultsy of the current needs-assessment.

-17-
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4. Faculty need to be exposed to a wide variefy sof

¢
-~ ~ N
P .

. . .

3. ‘Faculty need to hayve time to "brainstorm" the kinds of experi-

. ences they might organfze’to enable students discover and

" understand their career development needs and wdys to meet ‘
them. Faculty need. to-feel free to contribute ideas ‘they might
have on how they would set up experierces for s‘tudents.

“
-

4

ﬂ?@ﬂqﬁqueé'or

Lastly, “subject-matter based guidance must be well orgarnized and

2 methods Ehat might be useful to them.

_reflect at least the following areas of planning: _ o < &
Student needs ) s s I ‘
“Student goals.and objectives . a . .
‘Rationale’ for subject matter infusion. _ . .

‘Prerequisite learrdings.

1§acher/counselor activities--direct, indirect, or shared:

*Student activities.

Resources needed {material/human). - . .
‘Evaluation. . ) . _ .t
‘Suggested time needed. for mastery. '

NONSUBJECT-MATTER-BASED  _
GUIDANCE ANDiOUNSELING : ‘ o

The guidance profession has been prgyiding a heavy trgining and
literature emphasis on group counseling over the past ten years.
Still this technique is not being used enough especially since ’ R
group counseling has beeg effective in both meeting student needs

t]

and oyercoming some of the time problems counselors have for stu-
dent interactions.

A - ~

¢ LU ad

‘One “caution about the future use of group counstling is thaf those

ukilizing the technique, teacher or counselor should be- familiar
with human and career development theory and have a basic under-
standing of group dynamics. Counseling, like other guidance
practices, must be organized in relationship .to the goals and
needs of the students peing served. Group counseling can be used - '
with any age level and in the future we must consider increased ’
situations in which students, as well as numerous significant
peers and adults in their lives are encouraged to be involved’ .,
under the professional direction of the counselor.

Because
seling,
to take
address

the literature is rich with technique ideas on group coun- D
this paper will only challengé 'all guidance specialists.
the position that "The school counselbr Can and must &

-
.
5

—J.
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or in groups,.'"* This p051t10n will demand that counselors Pt1llze_ ) K
increasing numbers of profesd&onals and paraprofessionals to give
. , leadersh1p to\il) information-giving, (2) test and inVentory ad-
ministration, and (3) a host of administrative and sunervisory -
functions. Hartz, {1976) suggests that within the limited time T
.available, counselors must utylize the one-to-five process to es- _ ° .
tablish support and focus on-the learning task and then use ether
procedures (group counseling) td achieve task resolution. Using e B
. this approach, the school counselor can provide services to each’
¢ .student ,within the constraints fmposed by the school settlng In

T summarizing Hartz, the foklowmg diagram shows the critical line . ot -
S ® ,of need for counseling regarding student center needs ¥fid the outer
/s ' edge of the cycle be1ng the area in which noncounse.lor a351st.ance

can be used.

-

- . %
. * ’ ' — — o oy
s o . Student Individual * - - Counseling
' s ST - Needs One to One
. - i . . ‘1 . N )
- N . -~ . ‘ ' ¢ ’ . -
s ) . ' Aspect of 1~ '
; - Group : Need that Can :
h Needs .| - BeMetby
o _— ’ N | Other Persons .
. ~+ | and Approaches N | ’
_ - - A"
_ e ‘\ . . ,
IndividualAssessment Coordinationand -, e
. Information _ * Referral Follow-up’ ~ . et
r e '/’\\ . cf ) / _ “\
- R . , . - ) . ”
GROUP «. - GROUP L . o G s
N X L GUIDANCE . COUNSELING |, -~ ° Yo AR . ‘
» . » - . . . v ° IS . » .
_ o " Figure's. ‘ o .
. Mok, P ~ T -
. ¢ - - -
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Placing the student's individual need-.at the peak in relatioenship -,
4 to the need for professional counseling is critical. To assume- |, "~
. . " that group guldance or counseling can be the firsi or pr1mary .
_technjque to megt Students'’ néeds is not healthy.- ‘It is the re- ) :

lationship established and the perspectwe galned' through 1hd1V1dual
. counseling" that give.-focus and meanlng to group approaches

-
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Counseling is the heart of thelprofessidn and new and aggreésive‘ways
-must. be developed and used to allow us the time, talent, resources,
* and administrative Commitment to practice our profession.

' NONSUBJECT-MATTER-BASED
. GUIDANCE . .

‘ ~

As| counselors are able to enlist larger nmumbers of fdculty, students,
nanﬂ community members in the management and delivery of guidance,
the school's support services and facilities will be effectively
o ¢ involved in a variety of ways. The future success of guidance will
depend on greater utilization of.the school's library, bullétin .
boards, public address system, audiovisual aids centers, learning
centers, student and faculty newsletters, study halls, and so forth.
By utilizing faculty and students combined with key resources within
the community, the classrooms and hallways can reﬁlq@t a constant
image of learning for 11v1ng (1) job, (2) lelsure, (3) continuing
education, and (4) comminity participation and leadership. Job
. fairs, hobby shows, career centers, leisure activity demon$trations,
announcements of community events, local business displays, speakers,
and defionstrations provided on a planned ba§18 will make learning

N reasonable and applicable. . -
. - . s
. In summary, guidance leaders need to encourage and support faculty

to carry out activities that reflect student and employer sugges-
‘. tions on new informatjon and experlences students. need to make in-
formed career development choices.

- <

COMMUNITY- CENTERED .
GUIDANCE o .
Last, the future d1rect10n for gu1dance delivery must, ‘more than’

, ever, involve communlty -based settings. Bu51ness, 1ndustry, labor,
local governmental agencies, civic associations, and community
agencies provide rich untapped resources for future consideration.
As contemporary schools open their doors to employees, clergy, re-

- - tired workers and community agency personnel, they should be

’ viewed as potential guidance team members. Increased work-related
experiences; work exploratory experiences; learning centers using
community toocls, talent, and Ficilities; féculty internship ex-

: periences; learning centers using community tools, talent, and

facilities; faculty internship experience; and b1g brother/blg
- - sister approaches will have an increased realism to the school- .
a centered approaches,

v
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PLACEMENT .. , e ' , :

: . VN

. There has been controversy over the years regarding the status of
and the center of responsibility for jobp, educational, and special \
Yy needs placement in our schools. National and state leglslatlon,
state departments of education, local citizen groups, and employers™
" are all expressing a desire and mandate that our schools assume
greater responsibility for employability and employment skllls
pecessary for youth's tran51t10n into education and job adJustment
> experiences. . — -
Gysbers (1970) views placement as the guidance function that en-
. compasses all activities which affect the placeability of students.
Placement must be viewed as helping students make the next step in
generalizing their emerging vocatignal identity. Such a respon-
sibility goes beyond the actual mechanics of placing a person on a
job. In broddest terms, the placemeﬁt‘rqypon51b111ty of school
staff is to prepare students to be aware, conceptualize, and genera-
lize their vocational identity.

) Consistent with this viewpoint, placement in the future should be
. 1, perceived as a continuous process. Furthermore, placement needs to
) reflect activities designed to ensure that-each, student accqmpllkhes
an orderly tran51t10n from an institution setting to the next
student- destred level of career preparatlon procurement, or ad-
vancement (Kosmo®, 1975) :

7

-~

The future demands that guidance“specialists assist youth in

1. Talking to pdrents regarding c;;EEr and educational plaA;
. 2. Training for interviewing or applylng for a job and further
. education. -
3. Obtaining-written materials about occupatlons or educational
and training progrhams.
¥ 4., Obtaining job tryouts or work experiences.
5. Obtaining information about JOb Qpeuings and educational entry
. requirements.
6. Locating specific jobs or schools for further tra1n1ng
7. Tralnlng for a specific occupatlon )
8. Obtaining courses on occupations.
9. Training how to get along on the ]Ob (coplng and adjustment
skills). -~
10. Exploring and evaluating educational goal options.
11. Exploring and ev41uat1ng employment goal options.
12. Knowing about referral services available to help in the planning; ,
preparation, and coping with placement plans tof students.
. . BN - ‘

-

o | ‘) ‘228»_‘&"- .




« -

Kosmo (1976) sdggests that thfre are three models of placement to
be considered for the future . i .

LABOR-EXCHANGE MODELS .

o

The focus in the labor exchange mbdel is on increasing employment !
opportunities availabie to the gtudent. The mediating role of
lacement services between empYoyer needs and student needs has '

Eeen muggested. -

Placement programs which operate. frqm a labor exchange perspective, . R
therefore, often attempt to encourage employers to use their ‘ser-
-vices by providing prescréening activities. Such prescreening

theoretically reduces employers' hiring costs. “The major activity

in- the labor exchange model is the recruitment of job opportunities.

To maintain these listings, placement personnel attempt to provide

employers with a ready:supply of qualified applicants.

1. . ) -

o N
This approach to placement has traditionally bgen used in post-

secondary institutions where graduates possess the designated
educational prerequisites needed for occupational entry. It was
also observed as the-most common gpproach adopted by secondary
schools in answering their students' placement needs. The proce-
dure essentially involves developing a job placement-office in the
school where applicants register and designate their area of job
preference Through use of the Parsonian model, the applicants
dre matched with available job openings. /

Consistent with this focus, program evaluation typically includes
only the number of placements with no attempt to relate these to
a student's training or goals. : N : ¥
. { .

The major activities in all these programs geflect the emphasis on e
recruitment of ‘opportunities from employers. The future approach

should include hiring a placement spec1a115t 'Y perform the fol-

lowing activities: .

‘v
~
»

Select arn advisory committee. -
. - Sugvey the community .for potential job openings. ) N
Visit employers to solicit openings. . . N
Develop a clearinghouse for job opportunltles
Publicize thre placement program. ¥
Refer students to~appropriate openlngs
.- Follow up. on referrals. . )
Maintain records of placements obtalned ' r\\

.

N I Y B N

In the future, guidance personnel showld have primar& responsibility

fgv/placement.

. N Y ‘ N Y
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CLIENT-CENTERED
r MODELS

°*

In contrast to the labor: exchange model, the client-centered model
‘is focused almost solely on increasing the ”placeablllty” of the
. client. No attempt is made\to solicit openings from employers.
o - .
' The counselor's responsibilities include providing information to
the client on sources of job leads, interviewing techniques,
appropriate appearance, application procedures and follow-up con-
tacts. Rehabilitation clients may also reccive occupational train-
ing and various guidance services, including testing, 1nformat10n,
counseling, and career planning. However, in the client- centered

. »xwiggroach the counselor's respon51b111t1es do not extend to direct
SToyer Contact. : , )

A partlcular benefit of the client- centered approach with youth
appears to be its strong emphasis on develdping student indepen-
dence in placement-securing skills." This training would be par-
ticularly valuable for.the many students who will find it neces-
sary to relocate to a less familiar labor market. Training in
application and interview procedures and occupational jinformation
should be priorities among the major guidance/placement services ]
made available to students . -, '

-

Nevertheless, sole £oqus on the client-centeéted approach negates

the importance of prev1ous preparation as a major variable affec-

ting placement. As in’the labor exchange model, placement is -
perceived as a discrete event rather than a continuous process in

which occupational and educational decisions continually interact

to affect future placement options. The emphasis on the individual
person might tend to ignore the major influence of family and

peers in the career decision-making process. Furthermore,’ the

approach suggests there is no need to alter the status quo in the

labor market so a third approach is offered.:

' - % * - . -
% CLIENT-ADVOCATE : N
£HODELS ~ _ - :

In the client-advocate model, placement presents the greatest possi- .
. bility for the future and is perceived as both a function of client
; 5 Skills and the availability of opportunities. Placement, from this
perspective, is integral to the guidance function and to both pro- o =
gram planming for the institution and career planning for the indi- )
vidual. The actual services provided to an applicant are based on
the current unlque needs presented at a given time. .
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. In summary, Kosmo (1975) presents a' school-based career placement
delivery system (Figure S). -
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The following needs.are essential for future placement program de-
velopment and delivery:
- .
I. Total school staff involvement - .
. 2. Community participation N R
3. Student part1c1pat10n
T 4. Instruction in preparatory skills
N 5. Career appraisal services
6. Informational services
\ 7. ,Career counseling services . ’
8. Preparation for relocation
9. Training for placement:securing and malntalnlng skllls '
10. Placement solicitation and development
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— FOLLOW-THROUGH

P

1 ~
-

',In ‘the’ past, the concept of student follow-through has been more
theoretical than practical. The act of knowing if students have
obtained educationdl, job, or special needs placement w111 not be
sufficient in the future. Counselors, in-cooperation with parents,

) employers, and educators at all*levels, need to be congerned with
the progress and problems students are having in their transition.
Counselors need ,to design both pr10r1t1es and resources so that

.they can prov1de persgnal (face-to-face, te1ephone, or mail)

communication with- -exiting students during the first year or two_

after graduation. ~l&a§§ems reaSOnable that if we.as -counselors
along with faculty and?® “parents attempt to assist youth in their
transitions ‘we_should demonstxate our. concern by maintaining contact
and respondlng to-their-concerns and calls for assistance. This\
means_ that we wili, keep ,in touch with former students and not al-

ways wait for major problems to occur. .

1

EVALUATION : T,

' . ‘
The call for comprehenere career ‘guidance program planning will
make its evaluation achievable and useful. With new sophistication
being appliegd to guidance program planning, development, and imple-
mentation, increased performance can be expected from evaluations.
Pla?nlng and evaluation must be inseparable and 1nterdependent
Evaluation of gu1dance, long 1abe1ed as the weakest link in the
total program, needs new commitment, skillful attention, and enga-

neerlng -_.\
~ v

There are several dimensions of evaluation that need to be embedded
in’ the fiber of all future guidance programs
. \
‘\ v -
1. Guidance lgalers must repeat their program's career development

7 « needs assessment to identify changes in.student career develop;

_ment skills and knowledge resulting from career guidance efforts.
. ¥ )(‘ \
2. Guidance leqders need to examine existing programs of assess-
ment--interes\ inventories, .-aptitude measures, and achievement
measures--to se® if increased career guidance activities have

made a difference. 4

3.. Opinion- surveys designed for ﬁaculty, parents, eggéayers, and
students need to be conducted to gain objective #ndications of
program effectlveness :

»
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and past graduates to measune program effectiveness.and
weakness.

4. Follow-up surveys need to bg conducted annually for present
5. The total set of program goals and objectives needs to be assessed
. ‘ in relationship to all planned guidance activities. This means
: that we must evaluate single activities as well as the entire
program to draw total program evaluation perspectives.

The major considerations for program eValuatlon should focus on at )
least the following:

1. Student achievement of career guidance objectives.
Increased use and effectiveness of community TeSources and in-

¢ - volvement. .
3. Decreased dropout and school absenteeism.
4. Increased student achievement in the various subject areas.
5. Parents' perceptlon of student progress
6. Parents' perception of guidance performance
7
8

[\

Increased involvement of teachers in guidance delivery.

. Increased perceptible student placement adjustment.
9. Cost effectiveness.

- ., 10. Increase in wgrk-related experiences .
11. Extent to which students, parents request counseling. -
'4/, 12. Extent to which student data are used by parents, students, and
faculty in life-role planning and decision making.

COMMUNITY RELATIONS AND INVOLVEMENT . g

Successful, comprehensive, practlcal, and, timely career: gu1danCe for -
‘our youth and adults depends- largely on the amalgamation of the
school resources with the community. In earlier times, the school
and its personnel ;:;9/rﬁ€§rwoven into the fabric of the community,
‘but this is no lon true in our large cities. Because many coun-
selors are virtually unknown to most community members, including
parents, much of the future of guidance programs will depend on
the creation of new _communication. techniques and educator-parent-

. . employer partnerships.. As current guidance-related community re-

lations programs are examined, the following issues appear to be
the most pressing (Stein, 1976):

DL 1. Upgradipg the image of a schoolls career guidance program in
' : the community. ,

.
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. 2. Finding means of identification of'a.pool of expert resource

personnel to serve the school and the.career guidance program, -
as needed, in a variety of planning, deciding, development,
delivery, and evaluation fugctions.

A

3. Developing aﬁ,ong01ng system of promoting good communlty Te- .
., latjonships. . .

. . N

e

4. - Obtagging advice on .eurriculum aqﬁ program changes.

t
5. Promot;?é expert assistance in the placement, functlon of the

careex /guidance program.

-
..

6. Developing a v1able system of adv1sory touncils thCh will
function in a positive and engoing manner.
f

+ 7. Training-of school personnel in the use of a variety of community

relation techniquesi L

8. Prioritizing the use of successful community reé%tlons tech-
niques to assure optimum effectiveness.
9., Cataloging and disseminating information to staff r arding re-
sources in the commdnity,through which students may gain ex-
_periences related to career 1nformat10n, exploration, d place-
ment. N .
The. community as a;whole seemsgwllllng to take incréised roles and
responsibilities for assisting students in their career development
The Center fof Vocational.Education in a study of factors impinging
on school/communlty relationships (1973) found that employers and
citizens®

1. Are positive about spending time in the community. \\\r
Favor the school's use of on-the-job training experiences. '

3. Would, through civic and professional organizations, devote

time and effort to’the school. ) '

[\

~

The evidence 1nd1cates tﬁe richness and eagerness of human resources
in the community. Counselors neéd to cultivate stronger worker re-
latipnships “with community members and groups. This expansion of
the community resource is both realistic and' timely.

-

¢«

Why, should community members want to 1n1t1ate or lincrease their
part1c1pat10n in the sthool's gu1dance .program? The following
suggésted reasons might serve as a base for everyone in the pro-
fession to plan‘ﬁ b/oader communlty relations and involvement pro-
gram for gu1dance. » . .

~ .
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1.+ Involvement helps bu51ness and industry to meet thelr public
.service respon51b111t1es,

2. .Cooperation insures a greater input in the develooment and re- 4
vision of curriculum, guidance programs, and educational .. -
policies.

3. Parricipation in career guidance actifities provides an oppor-
tunity to better understand and evaluate the educatlonal effort
in, - terns of local gemmunlty needs. !

4. Participation by workers result in considerable personal satis-
faction from helping students develop their interests, abilities,

. and attitudes. .

57° Participation in cooperative educational programs result in an
improved public image of the organizatioms involved. .

. 6. Students will leave school with better preparation.and more

realistic perceptions of the world of work and its demands.. .
7. Most members of the cpmmunity have a genu1ne concern for youth -
and want to do whateVer they can to help each student realizg
his or her fullest potential.

a
. O
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Last, the types of community assistance ideas are Iimitless, con-*

_strained only by the imagination of the counselors, their knowledge
-of the community as a resource, and their willingness to provide

flexible 1eadersh£p and initiative. Burt (1971) provides a‘few

1deas for all’of us to consider as we think of ways the epmmunlty

can participate in our career gu1dance program efforts,

1. Assisting in the development of school guidance policiesg gui-
dance .program objectives, and specific programs of guldance

2. Prov1d1ng opportunities for field tr1ps to various busrnesses .
and industries and communlty leisure Tocations.

3. A551st1ng students obtaining on-the-job training throuﬁh coopera-
tive and other educational work-related progqems
/ - Y

4. Helping in the development of guidance curricula relevant to the

world of work, lelsure, education, and community part1c1pat10n

5. Providing ‘industrial equipment and machines to sghooﬁs for
instruction. P . .

T %
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Progldlng Taw mamerlals to schools for 1nstructlona1 programs.

Furnlshlng books, pamphlets, and other frinted m?terlals for
guidance and instruction. )

- A
Furnishing school teachers and counselors with information on
educational requirements for various jobs.
>, )

¢

Prcviding the schools with ipfbrmation on,staffing neéds.
s : ‘ . .

< . ~ v
Assisting the schools- in the developmefit and hié of aptitude
and achievement tests. :

PR

Evaluating layout and use of the phy51ca1 plants as wellaég gui-
dance facilities at schools.

Providing exploratory and "hands- on" training opportunities to
students

<
- ' ”
..

Furnlshlng other 1nstruct10na1 alds (sample kits of raw materials,
'f1n15hed products, "exhibits, trajning aids) fg@r use in class-
‘room guidance, and shop instructlon

. . ’

Furnishing schools with d1rector1es of business and industry re-

source persons. \ -

P N ' )

v

Prov1d1ng opportgnltles for teachers, counselors, and support
personnel to obtain work experience in businesses, and industries.

©

Arranging for visits to business offlces and industrial plants
by teachers and counselors.

-
*

° . s VA . * o
Conducting seminars on various topics for teachers and coun-
selors.

. %

Assisting in the management of schools‘guldanggvprograms in
various ways (budget prgparﬁtlon ‘financial plannlngj staff | _

utlllzatloq\%procuremenf advice).

LY

s v
. T

Providing fihancial support for :student recognition programs
(scholatships, camﬁenships, and “otfier awards).

Providing public relations support for the school’s career gui-
dance programs. -, . '

~

R
-

Providing one-to-épe tutorial assistance.

*s
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r22. Providing interviewing,-testing, and plaegment assistancéz

. ]
23. Providing feedback on performance of graduates and information’
on continuing educatlon needs. ’ '

'

v What is needed for 1984 is the identification and amglgamatien for,

use of all the rich.resources that service'our schools. With the
strengths of the community utilized, the ftfture for guidance de-
livery is-exciting.

STAFF DEVELOPMENT S .

*

@
-

Earlier, references from the prop/Eed educational amendments were
cited. If future funding has any 1nf1uence on guidance priorities
for the future, we will see intensive preservice and inservice
activities at all levels of education and within community agencies
during the next five years. : ”
Also, becaase of inadequacies in educational or training programs,
obsolescence of skills as a result of innovations in the profession,

or the introduction-of new programs or techniques, a need may arise -
. to upgrade or enhance guidance personnel's skills and knowledges.

Some inservice programs may involve attempts at large scale re-
training of certain individuals. g

If our contemporary educational system is to be restructured around
the real life developmental needs of students as required for ‘the
implementation of career guidance, it will have to undergo major
change. While inservice education is not and should not be con-
sidered a pamacea for all weaknesses, it is one of the most impor-
.tant avenues for change available to educators, one that recognizes
that the foundation of improved instruction—is, ‘the human element.
Staff members (teachers, administrators, and guidance specialists)
will need competencies in the area of career guidance (Norton,
1975).
. . . » . . Y .
Inservice education can-also raise the consciousness levels of
individuals and groups potentially involved in program implemen-
tation, Staff development gan be used to rilly the ‘support of
pafents, business and industry, community leaders, and educational
-staff for the implementation of new programs. Helping each con-
cerned person develop the approprlate knowledge, commitment, and
skills necessary for involvement in guidance must be the goal of
staff development '

v  s0-s ' "
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Effective inservice education, regardlgss of content focus, is com-
prised of a variety of principles, elements, characteristics,_and
activities that, when blended together, yield-a structured program
to: (1) enhance.positive instructional change and program improve-
ment, (2) remove or ?educe personal/profe551ona1 deficiencies, and
(3) discuss and resolve issues believed important to the profes-
sional staff. ’

% . ;

How should we structure future staff development efforts? An Ve
organizafional framework to help plan for change_needs to be based
on the following rationale: Changes in people are more likely to
occur when the people involved feel the need for change. Also,
théy need to know thdt they c#n participate in determining the p pro—
cesses initiated for them to effect the change. This approach im-
plies the necessity for collaboration and: democratic ,leadership.

An 1psegv1ce training program based on the preceding plan needs the
folléwing: [ -

1. Programs based .on the identified needs and interests of staff.
: 3
2. Participants involved in goals and objectives setting.
3. Staff inputs sought and utilized in program design, development,
' A
and’ implementation. ' ;
——— L
4. Planned activities that incdude actiye staff participation and
provide opportunities for practice and application.

-
.

5. Programs that start where previous experiences ended.

6. Needs, resource, and methods assessments that are both periodic
and continuous. . -

.7. All activities ev¥aluated for the purpose of improvement.
: . .
Staff development planning for guidance is based on comprehensive
assessment and viewed as a multi-dimensional process. It needs to
be examined so that new knowledge values, attitudes, resources,
methods, and skills needed for a reordering of past activities and”
prlorifles.become,well dgflned -and actions can be taken for renewal.
<

The following planning steps for staff development give a brief
pictorial overview of what could be an extremely complex process.

_—
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. *know public relatlons and community 1nv01vement strategles

) . b ‘
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Step 1. Organize for ~§%&
Plandiing and Delivery : ’
One of the first critical steps in preparing to b}ing about a change
is to select, organize, and prepare those personnel who will bear
“major respon51b111ty locally Yor the career guidance staff develop-
menrt progran. Time taken early.to organize and-prepare such an
advisory group will do.much to establish and. enhance a sound and ’
acceptable base for the staff development program. o ’
Step 2.. Specify Desired . ad
Staff Guidance Process, T e -
__Competencies, Values, and ) . .
Attitudes - . .

A strategy for this effort could be based on a discrepancy assess-—%@%
ment type model. This model could simply contrast an ideal or set® +E ar
of standards with observations.of actual practices as seen below

[ - o
. 0 ] . N
Discrepancies /_Q)Ai'rectnve .
> > > > > > 3> > > >
} _ Standards Assessment .~ ction *
\ o y

Step 3. Assess Present - . . ) ' s
Competencies . T

/
While competencies can be listed in a varlety of ways, the following
set of career guidance competencies should bé prlorlty'for future ~
staff development efforts. v {'

‘Understand career guidance (theory and practice).

" *Kknowledge about the work society.’ - .

‘Have interpersonal and-group process skllls
*‘Have needs apd resource .identification aud assessment skills. .
*Know career guidance methods. . - ' 3

N NS P '
*know placement roles, functions, and respon51b111t1es T - !

‘*Know implementation strategies.
‘Have program management skills. ) ‘

-32- _— : .
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. Step 4. Resources and - . o S
» 8  Methods for Staff £ : 2
;T Development

’ N - .-

, . > The task of jdentifying potenﬂigl career guidance staff development
N * program resources is a basic task that all pYanners must consider.
= . By identifying available resources, a school'can understand what
o programs, materials, space, equipment, people, and funds it has to
work with and how ‘to go about hsing them. The resource data ini-
tially collected could be used periodically in the process of
creating and implementing a career guidance program and staff de-
* velopment $rogram. . i -
As we practice our profession, we may realize that our school's
£ //méthods and skills are rusty and limited regarding staff develop-~
’ ment. Further frustration occurs when we Teyiew the litexature of
attend conventions and find that inventive persons throughout the
.. country are doing new and exciting th¥ngs. .To.make career guidance
' staff development exciting and effective, a school should carefully
search out the mest appropriate methods to use in its staff train-
ing attempts. \ ' )
. ~ " Step 5. ,Deve]o‘ and ) : -
Prioritize Goals and B .
Objectives for Staff - - ; -
Development Pragrams . ////

t6 be made at tho
Needs assessment é
inservice lead

levels--the program level and the objective level.
ta collected earlier should be used by the
d,gﬁe advisory committee.in making these priority

F

-

—

, -~ -

L . .

J, At the program~fevel, decisions must be made as to whether an in-
service program’ is_needed most for administrators, counselors, '
teachers or some other groups of support personnel. All groups may

. need the program but fipancial, time, and/or other limitationsgand

. - restwictions may dictate that only certffn groups be served or that
R certain groups be served first. Afother program level decision z

concerns whether teachexs or some other:group should be/ﬁTVEn prepa- .

rationin the area of attitude change, teacher awareness, community
resources utilization or some other area. Another decision may
. involve'deciding whether a simple or extensive genegil GTientation
" to the career guidance program is nee#ed, whether the self-instruc-
tional approach, or large group approgch shauld be used.

. .
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Development Programs
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Step 6. Staff i ) )
“Development ° . : .

Planning . .

. '
Y ] 4y
'

. Thé challenge of inservice education is to set realisti objectives®

that can be achieved in relatively short periods ~of-time: - -Too
often, program objectives 1mp1y a need to achieve a much higher
level of proficiency than is possible. The part1c1pants may find.
such Objectives confusing and lose interest. It is far better to .
‘Toncentrate On a few carefully selected objectives that can be

" attained than, to attenpt to cover the total spectrum and frustrate

everyone 1nvoIved« Learg&ng is more likely to take place when ideas
have had an opportunlﬁy to be nurtured, related to past experiences, A
and relnforced through a variety of ways. ; .

The inservice leader'Will need to know if any time constraints--one
day, one week, three weeks--have to be observed. The objectives

must clearly indicate expected ougpomes andﬁpr6f1c1ency levels that
are realistic if terms of the available time. Ideally, the inservice -
feader would f1rs£‘geterm1ne the program objettives and then estab-
lish the time frame¥néeded to achieve the desired outcomes. Quite
"likely, the time framewill have to be shorter than necessary to

cover all desirable objectives. Often," the inservice leader will

need to scale down the proficiency levels and/or restate the ob-
jectives. It may even mean forgoing some of the objectives until a
later time, or it may mean providing alternative methods and proce:
dures for achieving them, such as individualized instruction or
voluntary small group meetings following the organized inservice
program B oo

. Step 7. Evaluate Staff

In every district, thousands of dollars are spent annually on staff

-

" . . 1

~ development programs. Often too little is known, regarding the ———— ———————
effects. the programs had on the participants. This'often happens .

as a result of not clearly identifying the needs, 'goals; and objec-

tives which arexto give Staff development direction and meaning. " - ‘
The future of guidance demands that new skills, attitudes, and
knowledge be acquired by large numbers of guidance support personnel
as well as the school faculty. ‘The following are a few reasons why
we all must pay close attentlon to evaluating the ‘critical area of
staff\training:

+




————2+—State or federal st support (EPDA funds)

1. Unless inservice program efforts related to ‘the career guidance
program implementation and profe551ona1 growth—are assessed,
there is no basis for determlhlng whether these goals an\\9b—

§jectives are being achleved . . \\\\\\\\

2. An effective inservice leader needs feedback and assessment

. data on which to basg program decisions and activities!

3. By specifying. the career guidance program goals and objectives
on which evaluation of inservice efforts are to be based, all
concerned will know what is to be done and how it is to be
accomplished. -

4. 'Systematlc evaluation of program activities and processes pro-
yldes a measure of their effectiveness and efficiency as well
as- rn51gﬁks for the improvement of future career guidance in-
service programs. . -

5. The need for accountability is a final but importagg reason for

formally evaluating the staff development program.
P :

A well planned affd* conducted evaluation of the inservice program
will provide factua] evidence as to whether important career gui-’
dance program goals are being achieved and to what degree.

_Program cost is of critical importance. Because we will never have

sufficient funds to meet our desires, we should find new ways of
utilizing what we have. Incentives such as stipends for after work
or released time might be appropriate. If not, the f0110w1ng might
provide some possibilities for your dlstrlct
1. Have a community group support the program in part, for example; ~
" Chamber of- Commerce, Lions , Jaycees, industry,; business. -
3. 'College, university credit. \
4. "' Use. of district inservice ‘credit. -~
5. Use of existing district budget for inservice through re-
prioritizing district needs.
Using existing district inservice set- a-51de days -3
Paid self-study. - .
. Paid summer and vacation work. ) ‘
. Inservice training performance countacts

kOOO\IO\
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' ATTITUDES TOWARDS GUIDANCE

As we look to the future, the last concern that needs priority atten:
tion by guidance specialists is fostering increased positive atti-
tudes of students, faculty, adm1n1strat1on parents, communlty

- leaders, and®taxpayers toward gu1dance programs and their potential /
svalue.

As we begin to involve faculty/staff and community in the develop-
ment, testing, and implementation of a career guidance program, a
number Of _problems that could inhibit its success might emerge.
One of these problems concerns the variation among the various
populations in terms of their a¥fective acceptance and commitment
to career gU1dance and thereby limits the students' readiness for.
involvement in economic and social roles of their choice.

« . If a district's concern is to foster more positive attitudes toward

7 carcer guidance, it is advisdble to first determine which persons
already have high positive attitudes and which do not. Much time
and money could be otherwise wasted by trying to convince persons
who are dlready convinced or by taking ‘other persons for granted

« who might try to disrupt propress because of a believed justifiable

Y
reason. ¢

" The next question to raise at an operational leve', is how might
variations among people in terms of their affective acceptance

and commitment to career guidance be handled when initiating a staff
development program? More specifically, since in all probab111tv
there will be differenceés among district staff members in- terms of
acceptance of and commitment to the phildsophical and operational
tenets under1y1ng career guidance, how can staff develapment goals
and objectives 1n a particular school district cope with th1s

issue? < -
1

The e are many problems involved in designing staff development
activities for nonagCepting people. - Incentive, inducement, coercion,
and author1tat1ve iqéhn1ques may not be used as manipulating stra-
“tegies since they are likely to reduce the likelihood of an atti-

¢ tude change. Choice is an essential condition that-includes the
complete autonomy of the subject to deC1de whether to participate

' and remain in the program. - R

.

Jacobsen (1975) suggests thag‘the low-change-oriented staff'mcmbers
should be asked to part1c1pated in a specific instructional program
before they become involved in future tra1n1ng programs or in their

v
i
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. career guidance role assignments. This program should inciude~at_
.~ teast—the—fotlowing—goals:—— - N ’
1. To involve partieipants in learning activities that will in-
crease their likelihood of continued participation in the
district’s inserv&te planning, development, or implementation.

LI +

2. To ‘induce participants to cr1t1ca11y assess a prearranged set
. of career guidance materials or techniques to integrate this
-information with their areas of expertise.

3. To engage participants in discrepant behavior inconsistent with
their feelings to optimize an attitude change favoring a com-
prehensive curriculum-based career:* gU1dance program.
- o »
Although the concepts of career guidance are rooted deeplybin ) .
society--historically, sociologically, philosophically, and legis-
latively--the fact remains ‘that we still need a viable, structured
systematic approach to influencing, liberalizing, and upgrad1ng the
career guidance program values and .attitudes of adults 1n/a11
argas of the community.,K . , s

I SUMMARY OF RECOMMENDATIONS FOR. 4
CAREER GUIDANCE PROGRAM FUTURE CHANGE /,'

&

Bowlsbey (“975) provides a most comprehen51ve/synthe51s concerning
the career development needs.of our. nation's Youth and adults. The
_overall and pervasive finding of her study was ;to reinforce the
point that there is still a critical need -for the improvement of
carebr guidance at all levels of education. She supports this ’ .
need with amazingly similar data from (1) the 1975 American College * '
Testipg Program Assessment, (2) the Purdue Opinion Poll of 1972, .
and (3) her personal 1975 ‘study of numerous profe551onals polled on
: : , the issue of guidance needs. , . }

-
o — )

. The question for us all is, deciding-how to spend our 11m1ted timg ¢
and resources in ways which will have the greatest amount of im-
pact in the crisis situation: The following recommendations for
change and priority reflect the thoughts presented in this paper

[ . L4
] « 1. Iﬁprgve the numbers, availability, and quali%g of .
[} . ' a. Counselor preparation ptrograms. N )
: . b. Gounselor skill renewal programs. i

c. Guidgance support personnel preservice and dnservice oppor-
. tunities.

T ¢ . 3 — 0
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. d. Guidance training for teachers and administrators.
. ~
2. Carefglly analyze current methods:and develop new ones for pro-
viding information to students, parents, communlty members, and,
guidance staff. . o

3. Conduct guidance  program plann{ng, development, implementation,
and evaluation technlques in terms 'of cost and achievement effec-
*  ° tiveness. : .
4. Develop specific career guidance materlals for special groups
such as women, midlife career person, minorities, bandicapped,
\gnd dlsadvantaged +in the rural, 1nner city, and spburban e

ettings. . .
N , :
5. Develop expanded techniques and resources for increased partici-
. _pation of parents in their child's career development.

6. Develop and implement exemplary techniques for 1ncreased
community-school cooperation.
- P v ‘ ¢
" Continue increased research activities for’ early childhood and
3 adult career development and decision making., Districts and

e

cstates need to. 100k at the problems on a longxtudlnal ba51s

8. Develop new ways of increasing participation .of consumers in
planning, development, delivery!, and evaluation of their gui-

dance program. . - ‘ ) .
9. Study various vocatlonal exploratory techniques ana provide in- |
oreased exploratory opportunities. .
10., Study effective curr1culum~gu1dance infusion technlques and t
« increase subJect matter- based guidance.. . ~ e

-

11, Examine, the validity of instruments currently used in our schools.

12, Study ways of identifying and modifying attitudes df edhcatorg!‘b
and community members toward career guidance.
. . . - Lo . A,
13. Study ‘the effects of stereotypic attitudes of staff on students.
B . ‘ . N .
14. Implement increased Job education, and _special needs-based place-
" ment activitieés. ~ N ) . ;7

L}

*15., Attempt to more fully utilize curgent“;echnology-itelevision,
computer, - videotape, films,.and so forth. 14 )

s . Ev.
.
*
.
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d6. Develop more effectlve ways of developlng and operatlng career °

', Tresource centers, -
< - . . .‘
17.°¢Develop more life- role centered gu1dance and 1nstrUct10nal ma-

terials“for all agé levels. . : -

18. " Give closer attention to comoetency -based career guidance at
all levels. . N ‘

19.° Exahine new' ways in‘which gu1dance staff can be deVeloped con-
'cerning t1me and location.

20. °~ Study new roles and/fyngtions of counselors, teachers, and ‘other
significant adults.

«
«

. While this 115t of recommendations could pave the way for a promising
future for the guidance profe551on,‘there are numerous others that
could bring the fantasies of persons like me closer to reality.

FANTASY.TO REALITY . , e Y

-
- . . -~
- - 0 ') R .

a

av

- . , ) .
‘Counselors wil] have ‘sufficient support staff to handle those re-
maining administrative. taskSJthat normally deplete counseling hours.
_)”\’)C * ‘ ‘ "\'23 .
*Counselots will hawe avallablemcommunltyW1de career resource and
counseliig services planned and, staffed by employers, Stjﬁs and

federal, agencies,..and local educational staff.
¢

b}

N

‘Coqﬁseiors will have avallable,ﬁin each state, profess;gnalorenewal
centers where they can obtain Ihleldual‘y talloied short ‘and long
tetm 1nserv1ce .experiences.

. « .i« M
"Counselors will haye avallable through?prea cooperétives néw techno-
logy--for exampleﬂ educational telew!51on, computers, television-
phone-“to facilitate locally better quality surveying, assessment,
.data exchange with parents and students, , information dissemination,
planning, and cost effective analysis.
H ) .
‘Counselors will have training dand¢involvement in curriculum com-
mittees for annual curriculum renewal based on changing student

needs and conditions. N i -

3

L4

" )
R . . .. L. . . R 4 .
‘Counselors in' sufficient numbers will be-available to enable inten-
sive guidance and counseling-and assistance in the classrooms, learning '

laboratories, work experience., job sites, and the home

o~
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*Counselors will provide follow-up and follow-through couﬁéeling @
services to youth and adults in transition to work, educ ﬂz‘t ‘ }
military, unemployment, marriage, and so forth. The focus¥Will
be to provide coping and adjustment assistange to former s‘tu- .

- dents until successful transitioris have béen made. ‘

l

T . . N .
_*Counselors will. provide, in cooperation with teachers, employers, '
placement agencies, and parents, sufficient employability and
employment skills and attitudes for successful self-attained °

placement. * - . : . .
- . ”.
‘Counselors will serve in an advisory capacity to employers, com-
munity agencies, school board, and parent groups to allow broad .
communitywide planning and delivery.of educatien for employment,
leisure preparation, and other life-rble transitions. R

¥ -

“Counselors will serve in a staff inservice leadership position to
build competence on the part of\facul ty, staff”\pgraprofessiqnals,
and other community and family members fer their future' roles as
guidance functionaries. , ‘\\

)

N

‘Counselors will implement intensive efforts‘to allow a lagger num-

ber of students-in peer counseling, guidance planning, guidance -
strategy and material deyelopment, and the delivery of guidance :
activities in the classroom,’guidance office and communityx: 0

Es . °
—
)

. . , g
“Counselors will have in‘operation a broad-based guidance community
relations program resulting in greater community support for ex- .
panding ctounselor staff and activities. .

' « ~ - ‘ ;‘ -
-Counselqrs will have available achievement, interest, career de-
velopment, placement, and follow-up data on an annual ‘basis to pro-

actively lay the guidance program accountability base needed on’
student progress. - .

-Counselors increasingly will have broati-based contracts and flexi- :
ble work schedules to allow.for maximum guidance program use during
evenings, weekends, vacations, early mornings, symmers, and, so

forth. . s .. ;
“Counselors wili have increased time to provide the intensive de- - SRR ‘
velopmental coundeling with individuals at all levels of educae . |

* tion,” - - N .- A~//k .
. . , |

|

“Counselors will take more aggressive stances® toward legislative in~
+ put and development and the development of commercial and state
level guidance-related materials, .
. . ..

> -
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‘Counselors will in greater numbers actively participate in the many
gu1dance related national and state professional associations such as
thosq ‘focusing on the Quldance needs of vocational students, employ-
ment, special education, special needs, and so forth.
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